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INTRO.OOCTION 
PURPOSES OF THIS CASE STUDY 
The purposes of this case study are: 
l• To exemplify the problems or a small industry, 
located in a rural area, in exchanging infor-
mation concerning wages, fringe benefits, per-
sonnel, and management policies and procedures. 
2· To illustrate the complications involved in 
obtaining multi-industrial cooperation in de-
veloping a free exchange of ideas. 
3• To demonstrate how these problems have been 
met by one company in an area. 
4• To provide a method by which a company can 
organize and develop a rural area wage and 
benefit survey and prepare wage analysis re-
ports tor the advantaee of participating mem-
bers. 
5• To outline the develop~ent or a specific 
industrial association which has promulgated 
improved industrial, human, and public rela• 
tions in each participating industry, and 
throughout the area as a whole. 
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GEOGRAPHICAL AND INOOSTRIAL SCOPE 
This case study concerns a rural area located in 
the southwest corner of New Hampshire, known as the "Monad-
nook Region." The Monadnock Region covers an area of ap-
proximately 2,000 square miles and encompasses a population 
or approximately 50,000 personst The "hub" of the Rural 
Area Wage and Benefit Survey consists of three townships, 
namely: Jaffrey, New Hampshire; Peterborough, New Hampshire; 
and Winchendon, Massachusetts. From these towns, nine manu-
facturing companies have been selected to participate in the 
Area Survey. Two additional fringe areas are included in the 
over-all survey, one to the south including Gardner and 
Fitchburg, Mass., and the other to the west and east includ-
ing Keene, Winchester, and Wilton, N.H. These two fringe 
areas include five industrial centers containing an addi-
tional 12 manufacturing companies. In the over-all case 
study the total number of towns is S, the total number of 
companies is 21, who employ in excess of 6,500 personnel. 
(There are no industrial or manufacturing centers to the 
immediate northo) 
INDUSTRIAL DIVERSIFICATION 
The Monadnock Region, although known as a Recrea-
tional Area, is composed of numerous industrial communitie11o 
The range or products manufactured in the area run the 
gauntlet of Tacks to Ball Bearings, Toys to Furniture, 
"'13 
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Matches to Ice Cream Freezers. The range of Job Classifi-
cations in these industries runs from Sweeper to Toolmaker. 
Individually, the industries employ from 5 to 500 personnel, 
and among the participating companies, there are all types 
of Labor Organizations represented. Some of the companies 
operate under open-shop agreements, some as union shops, 
others under maintenance-of-membership agreements. Numerous 
companies are not unionized Many of the aanu1'acturing con-
cerns who participate in this Rural Area Wage and Benefit 
Survey are new and modern; others are old line companies, 
one having been established for over 100 years. All of 
these factors augment the area problem, involving an exten-
sive diversification of products, varyir~ sizes and types 
of manufacturing concerns, and innumerable job classifica-
tions. One company alone has in excess of sixty job classi-
fications. 
METHODS AND .PROCEDURES USED IN THE i:>'UrtVEY 
This case study illustrates the procedures that 
were used in determining the type of survey to be utilized 
in a specific rural area; the method of organizing and 
operating the survey; the method of selecting wage elements 
to be surveyed; and the system utilized for reporting the 
results of the survey. The criteria used, in this survey, 
for locating the labor market and for selecting the parti-
cipating companies was designed to meet the rural problems 
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involved• lob Descriptions and lob Titles are a vital ele-
ment in determining the comparability of jobs in these un-
allied, diversified industries. 
PRIMARY RESULTS OF THE SURVEY 
The fundamental factor in this Rural Area Wage and 
Benefit Survey study is the "Wage Data" provided by the par-
ticipating companies. The accuracy of this "Wage Data" 
depends upon the interpretation by the participants as to 
what wage information is of most value to them and in how 
much detail they wish to have it presented• This means that 
eaoh company, who participates in the Area ¥'/age l:lurvey, must 
agree with the other companies upon the basic factors com• 
posing the survey, and must provide wage information based 
on comparable elements common to all participants. The sur-
vey endeavors to minimize misinterpretation by the use or a 
simplified "Wage Survey ~uestionnaire" which has proven 
itaelf invaluable by standardizing the form on which the 
wage and benefit data is reported. From the information 
provided by the "Wage Survey Q.uestionnaire" an "Analysis 
Report" is compiled• The "Analysis Report" presents accu-
mulated data relative to Wage Rates and Fringe Benefits. 
SECONDARY RESULTS OF THE ;:,'URVEY 
The secondary results of the survey are far reach-
ing and most beneficial to Management. Due to the common 
need of the participatinc companies located in a rural area 
tor definite Wage and Benefit statistics, there has resulted 
an interdependency or one company upon the other for said 
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data, and also, for additional information relative to in-
dustrial problems concerning management policies common to 
the area. These pro~lems include such matters as personnel 
availability, employment practices and procedures, public 
and personnel relations, and management policies and proce-
dures in general. The desire to exchange facts regarding 
these problems has resulted in the Area industries oreanizing 
themselves as an "Industrial Association" which meets semi-
annually to discuss factors relating to sound Industrial 
Management. 
SUMMARY 
In sumr'l.8.tion, this Rural Area We.ge and Benefit 
Survey case study demonstrates what has been done in one 
rural area, by one industry, in order to provide itself with 
information to assist in the solution of its many problems 
and those of its neighbors and the community. Any organi-
zation, located in a rural area, which is willing to take 
the initiative and responsibility for establishing such a 
program, can be assured that it will receive full coopera-
tion from the other companies in the area, and will reap 
benefits far in excess of its contributions of time and 
expense. 
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Chapter I 
MAJOR FACTORS AND PROBLEMS UNDERLYING THE CONCEPTION AND 
DEVELOPMENT OF THE AREA WAGE S1JRVEY 
PRIMARY COMPANY CONCERNED 
The primarT company, which established this rural 
area survey, is located in the town or laffrey with approxi• 
mately 3,000 in population. From a humble start in the mid-
dle of the 1860's this company has grown to become one or 
the largest manufacturing concerns in the area, emplo7ing in 
excess of 400 personnel• For the purpose of identification 
throughout this Surve7 case studT, and in respect to the con-
fidential aspect, this company will be known as the "Servo" 
CompanT• 
In 1946, following the close of World War II, the 
"Servo" Company was faced with a demand for representation 
by a national labor organization• Following certification 
of the Union by the National Labor Relations Board, the Com-
pany negotiated a labor-management contract which has been 
renegotiated annuallY• During the process of negotiating 
the contract two major problems developed, bothof which 
were related to wages. The first problem concerned the 
establishment of a firm wage policy. After many meetings 
between labor and management representatives, an agreement 
on wage policy was established wherein the Company agreed 
to pay comparable pay for coraparable work. The second 
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problem was related to the selection of a method by which 
wage trends in the area could be determined and evaluated• 
This required extensive study, which resulted in labor and 
management agreeing to accept the findings of an Area Wage 
and Benefit Survey. As a result of this agreement between 
the labor representatives and the management of the "Servo" 
Company, there developed a Rural Area Wage and Benefit Sur-
vey Program sponsored and underwritten by the company. Spe-
cific wage information pertaining to any of the participating 
companies was agreed to be confidential. Area Nage Averages, 
denoting wage trends and wage levels, were agreed as accep-
table in substantiating the comparable status of the wage 
level of the "Servo" Company. 
Before the survey became an actuality many ques-
tions and problems arose, for axample: 
What information was available on wages?* 
Bow detailed should the information be? 
How would wage information be compiled? 
** 
What would the range or scope be geographically? 
How many companies should participate? 
How frequently should the survey be conducted? 
What method should be used in reporti"'~to: the 
findings? 
These and many other questions required an answer. 
LOCAL A.i1EA PROBLEMS 
In order to conduct this Area Wage and Benefit 
Survey, information concerning wage elements had to be 
obtained from other industries in the area. Locally there 
were four manufacturing plants, each produced unrelated pro-
ducts, each was dependent upon the same limited labor mar-
ket, each operated independently with no interchange of 
ideas, information, or statistics and with no apparent 
desire to do so. Each company believed that what he paid 
for his labor was h:s own business and how he obtained his 
help was in direct relation to his need. There was little 
thought given to the matter of comparable wages. yet con-
siderable thought was given to the problem of high labor 
turnover. 
In the sense that "necessity is the mother of 
invention," it "fell"upon the "Servo" Company to propose, 
conduct, and compile the Area Wage and Benefit ~urvey. 
GECGRAPHICAL LIMITATIONS 
There was in this area, as would be in many 
other rural areas, the problem of geographical limitations. 
To confine the Survey to the immediate township would mean 
having too limited a number of participants. To the north• 
west of the wownship lay Mt. Monadnock which in winter 
oftentimes was impassable• This phenomenon meant that 
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labor would be difficult to obtain from that direction. 
Persons living on one side of the mountain were reluctant 
to seek employment on the othor. Employers in one area were 
unwilling to exchange wage information with another area as 
it was outside their labor market. An additional limita-
tion, which narrowed the scope of the Survey, involved the 
distance that employees were willing to travel to and from 
work• Economic necessity, due to unemployment in one area, 
might cause some em9loyees to travel great distances to ob-
tain work, but such employees would generally return to their 
local area when jobs became available again. 
LOCATING THE UBOR MARKET 
In order to determine the "Labor Market" it was 
round necessary to review first the personnel records of 
the "Servo" Company. From these records, the information 
ae to the towns from which our employees traveled to a~d 
from work was obtainedi Atter this was completed, a 
large scale map was secured on which those towns, from 
which our employees co=uted, were checked, and a circle 
was drawn enclosing those towns that were most distant 
f'rom the plant. This circle extended a maximum disl;anoe 
or eighteen :ailes one way from the "Servo" plant. The 
area within the circle was our "Labor Market" - the most 
*l 
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luorative source for new employees. To endeavor to obtain 
employees beyond this area would result in a high labor 
turnover, excessive absenteeism.and tardiness, as has since 
been proven by isolated cases. (See map on page 28). 
Having determined the "Labor Market," we were 
faced with another problem, that of securing information 
relative to the amount of wages an employee could earn 
were he to seek comparable work in comparable concerns 
elsewhere in the area. 
AVAILABILITY OF iiAGE DATA 
Many types of wage data were available to us. 
The problem was not what information was available but how 
applicable was the informatio::. that was availe ble. Average 
Earnings statistics, published by the New Hampshire Divi-
sion of ~mployment ~ecurity! while applicable to the State 
as a whole, were not necessarily indicative of the rates 
paid in our particular area, nor did they include many of 
our specific job classifications. 
Wage information which was state-wide in its 
coverage was of some value in assisting us to rnake a com-
parative analysis of the average earnings paid on a state-
wide basis and the wages paid by us as a specific co!!l.pa.ny, 
but it was too broad to be used in lieu of a specific Area 
Wage Survey. Many companies located in metropolitan areas 
*9 
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are situated so that they can utilize wage survey data com-
piled by their local Chambers of Cor~~erce.•* their Indus-
trial Associations or their Trade Associations. we, being 
located. in a remote rural area, are der.ied these directly 
applicable facts and must compile our own wage data by 
means of a Rural J,rea .iege and Benefit Survey of selected 
comr,anies with selected job classifications. 
SELECTit:G THE f'AR'I'ICIPA.>;TS 
In order to determine those com,..,anies who were 
most eligible for consider!ltion as participPnts in our 
Area Wage Survey, it was necessr>ry, first, to list all the 
industries that were located within the eeographical area 
from which we drew our help; second, to list those indus-
tries that were located within oomffiuting distance of the 
fringes of said area; third, to review these lists and to 
select a restricted number of participants, due to the 
fact that the Survey was to be conducted by one company 
and administered by only one individual• Some companies 
were eliminated because of small size, or because there 
were too many of a trade in one community, or because of 
extreme technical specialization. 
DETERMINING THE .TOB CLASSIFICATIONS 
The selection of the lob Classificotions to 
be used in the Survey was a major factor and required care• 
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tul consideration. Involved in the selection were the 
elements of skill, training, experience, physical demands, 
educational requirements, and many others. By necessity, 
the number of classifications had also to be limited. The 
decision as to which job classifications were to be used 
depended upon whether or not they were common to most of 
the participants. Frequently an employee with a certain 
skill or experience could do any one of several jobs, 
which jobs "on the surface" appeared to be quite dissimi-
lar and yet were of a comparable nature. As skill or 
educetional requirements increase, the jobs become more 
difficult to compare. A job title in one company may be 
entirely different from the title in another, yet the job 
elements are similar• Minor variances in what an employee 
actually does, need not eliminate the justification for 
job and wage comparison. 
In order to establish a selective group ot 
comparable jobs, common to most of the participating 
industries, representative Service and Production jobs 
were listed on a questionnaire, together with their 
Job Titles and Job Descriptions, with the request that 
any major differences be noted on the questionnaire. 
Although all the participating companies did not utilize 
all the Job Classifications, the number or classifioa-
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tions applicable were sufficient to provide valuable wage 
data. 
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CHAP'l'.ER II 
AREA WAGE PROBLEMS .AND POLICIES 
PRIMARY COMPANY l?OLICIES 
The "Servo" Company policy, relative to Wages, 
is defined under two Articles in its Labor-Management 
Agreement, namely: "Wage Policy" and "Wage Rate Reviews": 
l• Wage Policy - "It shall be the policy ot the 
employer to pay wage rates equal to rates 
being paid by other comparable concerns in 
the area tor comparable work•" 
2• Wa.ge Rate Reviews - "Wage rate reviews may 
be made at any time and all adjustments made 
as a result of such reviews shall take effect 
at a date agreed upon by the parties•" 
These two Articles, although separate Articles, 
are e,oh dependent on the other, and together, dependent 
upon information obtained by means of an Area Wage survey. 
Each ot these two Articles contains words which may be 
misinterpreted, thereby necessitating clarification. This 
situation became apparent, following the acceptance ot the 
Articles by both Labor and Management, when a wage adjust-
ment was requested by one ot the parties and denied by the 
other. The disagreement arose because eaoh party had a 
different interpretation of the meaning of the wording ot 
the Articles. To clarity this problem the terminology ot 
each Article was reviewed by both parties and an agreement 
reached as followal 
Wage PolicY 
"Wage rates egqal to rates being paid ·-·" The 
word equal is defined by Webster's "Dictionary" as "exactly 
the same•" This would mean that when the Wage Survey Report 
indicated that other comparable concerns peid varying rates 
tor the same Job classification there would be a question as 
to which rate the Company rate should equal. Should it be 
"exactly the same" as the lowest rate, or the highest rate, 
shown in the Survey Report? It was agreed that where the 
rates vary, the Company rate should be equal to the average 
ot the rates paid in the area. 
The next point of controversy involved "rates 
being paid by other comparable concerns --•" The word 
comparable is defined by Webster's as "capable or worthy 
ot being compared." Does this mean that a concern manu• 
tacturing matches can be compared to a concern manutac• 
turing ball bearings? There is no similarity of product 
or processes, raw materials or machinery. By llllltual agree-
ment of Labor and Management, the term "comparable" refers 
to any manufacturer whose job classifications are of a 
similar skill and who would employ the same general class 
of labor, asa.pposed to a retailer, a wholesaler, a Jobber, 
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a service company, etc. 
The third point of controversy under "Wage Policy" 
was "concerns in the area --•" Again we refer to Webster's 
"Dictionary" which defines "area" as "extent, scope, range•" 
By mutual agreement the term "area" means "that geographical 
limit within which the majority or the employees reside•" 
The extent of the "area" may be subject to change dependent 
upon whether or not the Company finds it necessary to secure 
employees from roore distant points. This extension of the 
"area" has occurred, due to a serious labor shortage, and 
also, because many employees in military service have not 
returned to their home localities following discharge from 
the service. 
Wage Rate Reviews 
"Wage rate reviews may be made at any time•" In 
clarification the Article should include "when justified 
under the Wage PoliCY•" In order that a wage rate be ad-
justed automatically and in accordance with the Union 
Contract, it must coneur with the "Wage Policy" provision. 
This Article, as written, does give Labor an opportunity 
to review rates at any time but does not mean that any 
wage adjustments need be automatically made by Management, 
that is unless it is justified under the "liege Policy" 
Article. 
In conjunction with "Wage Rate Reviews" it is 
the Company policy to conduct semi-annual Area Wage Surveys •. 
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This is done in order to ascertain if any changes have 
occurred in the area wage pattern. When the Area Survey 
indicates that a change has occurred, anaa wage increase 
is justified because the Company's average wage level is 
below the average wage paid in the area, the Company, in 
accordance with the "Wage Policy," automatically otters a 
vrege adjustment to the Union for their acceptance. 
When the Area Survey Report indicates that 
changes in the area wage pattern justify a wage decrease, 
no request tor an immediate reduction in the Company's 
wage level is normally made of the Union by the Company 
at that time. If the next semi-annual Survey shows that 
the decrease is still in effect or an additional wage de-
crease has taken place in the area, the Company may then 
advise the Union of this situation and arrange a meeting 
for the purpose of negotiating an adjustment in accordance 
with the Labor-Management Agreement - "Wage PoliCY•" 
POLICIES OF AREA COMl'AlUES 
In the area there are three predominant indus-
trial trades which may be generally classified as metal-
working, wood-working, and textile. Oftentimes in the 
past, when the wage pattern or policy of the industrial 
trade changed, the local company affiliated with that 
trade, found it expedient to comply with the pattern and 
make similar wage adjustments. Oftentimes this was 
necessary in order for the manufacturer to remain in a 
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oompetitive position or to maintain his sales position• 
In general, where the industrial trade pattern was the only 
criteria available for a company to use in determining the 
advisability ot making wage adjustments. and adjustments 
were made in accordance with the trade pattern1 the company 
would frequently find itself out of line with the wage 
levels and wage policies of other companies in the areat 
Unfortunately, this was often the case prior to the estab-
lishment of our Rural Area Wage Survey. 
Many other companies in the area, who were not 
affiliated with an industrial trade, had no policy or 
"yardstick" by which they could consistently and economi• 
cally evaluate or determine their relative wage positions 
or the advisability of making wage adJustments. They had 
little knowledge of whether or not they were paying compa-
rable pay tor comparable work. They had no means to verify 
the unsubstantiated claims of their employees as to what 
other comparable employees were earning in other plants in 
the area. Their labor turnover rates 1 at times, were ex-
cessiveJ and frequently, moral problems, created by wage 
inequities, disrupted productive quality and quantity. 
These conditions, resulting from the lack of information 
as to what was going on in the area. proved a great handi-
cap. 
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A major cost element, today considered a part or 
wages, about which there was little exchange of informa-
tion in the area, was "Fringe Benefits." Some of the com-
panies granted few, if any, Fringe Benefits, with many of 
them believing that because they paid high wages, the 
matter of ll'ringe Benefits was inconsequential. They be-
lieved that they were maintaining good wage relations, yet 
many of their employees were dissatisfied because they 
desired Fringe Benefit adjustments rather than cash wage 
adjustments. Other companies who granted some Fringe 
Benefits, oftentimes did so solely because a member of' 
management was partial to a particular type of benefit. 
There will be a further discussion of this cost element 
in the succeeding chapters• 
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Chapter III 
HISTORICAL DEVELOfll.ENT 
OF THIS RURAL AREA WAGE AND BENEFIT SURVEY 
LOCAL "PILOT" WAGE SURVEY 
In the Spring or 1947, prior to the first rene-
gotiation ot the Labor-Management contract of the "Servo" 
Company, plans were formulated for a local or "Pilot" Area 
Wage Survey. The first step taken by the Company was the 
classification of all jobso This required identification 
by the use ot Job Titles. Each job was analyzed, given a 
Job Title, and described, as completely as possible, 1n 
detail with due emphasis on brevity. The Job Description 
covered three basic elements of each job: 
lo The physical, educational, or experience 
requirements 
2• A brief outline of the job duties or per-
formance requirements 
J• The degree of supervision necessary or 
exercised. 
After this preliminary work was completed, the 
Company's wage rates, together with the number of employees 
in each job classification, were entered in a column ot a 
Worksheet opposite the Job Title and Job Description. The 
Worksheet was the basis for evaluating and determining the 
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comparability ot job classifications that existed in those 
companies selected to participate in the "Pilot" Wage Sur-
vey't 
In the town were four manufacturing companies 
whose cooperation in the Survey was essential in order that 
the Survey could function. The Personnel Director or the 
"Servo" Company called on each of these companies and ex• 
plained to them the value that a Wage Survey could be to 
them. After working with these companies over a period ot 
several months, they concurred to participate in the Survey. 
In order to assure as accurate comparability as possible in 
the job classifications that were to be utilized in the 
Survey, he visited each plant concerned. During these plant 
visits he studied their production jobs, and with the "Servo" 
Company Worksheets as a guide, selected as representative 
jobs, those jobs in each plant which were most comparable to 
the classifications listed on the Worksheet. In all, twenty-
one job classifications were found to be common to each of 
the four participating companies. Utilizing these repre-
sentative jobs as a basis, a Wage Survey Report was com-
piled by Job Titles, enumerating, company by company, the 
rates paid tor each of the job classifications. In addi-
tion to the Job Rates, information relative to the hiring 
rate, the minimum rate, and the average rate paid by each 
*12 
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ot the participating companies was tabulated. These rRte 
figures were provided by the payroll departments of the 
respective companies concerned. 
From this Wage Survey Report a "Summary .Analysis" II 
was prepared, a copy of which was made available to each 
of the participating companies. This Analysis listed in 
the lett-hand column the Job Title used in the Survey. In 
succeeding col~~s to the right, each column representing 
a company and identified by means of a code letter, were 
entered the individual company's rates for the respective 
Job classifications. If any classification was not appli-
cable to a specific company, the space in that company's 
rate column, opposite the Job Title, was left blank. The 
final column to the right was the "Average Rate" column 
and enumerated the average of the rates paid by those 
companies which employed personnel in the selected classi-
fications• 
IJ Example 
Average 
Job Title Coo A Coo B co. c Rate 
Carpenter flo60 flo/tO .$lo50 fllo50 
Electrician 1·55 
----
lo60 1·575 
Watchman lo35 1.4.0 
----
1·375 
This Summary Analysis composed the original "Pilot" 
Wage Survey. In spite of its being simple and in many ways 
lacking maximum coverage, it did provide the participants 
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with information that had, heretofore, been unavailable. 
The companies could determine what their wage payment 
levels were in relation to those of other companies in the 
immediate community. They realized that wae;e information 
could be exchanged in a confidential manner, and that con-
siderable benefit would be derived by industrial coopera-
tion in a survey of this type. In fact, this "Pilot" 
Survey sponsored a demand by the participants for more 
extensive wage information and tor a wider range of cov• 
erage relative to the number of participating companies. 
As a result, the number of participants in the Rural Area 
Wage Survey was increased to include a total ot twenty-
one companies. 
RURAL AREA NAGJ!. SURVEY PARTICIPANTS, AND AR£A 
The local "Pilot" Wage Survey laid the ground 
work tor our present Rural Area Wage and Benefit survey, 
which today includes twenty-one companies located in 
eight manufacturing communities. Because of the interest 
shown by the local participating companies in the "Pilot" 
Wage Survey and the benefits 1erived by them, other indus• 
tries 1n nearby towns requested that they, too, be per-
mitted to participate. 
The "Servo" Company, who conducts the surveys, 
was also desirous of expanding the scope of the Survey. 
It realized that, in order to comply with its Labor-
Management definition or "area," it must include, in 
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addition to those companies in the local community, other 
companies located within commuting range of the plant and 
within the area in which the maJority of the employees 
resided• In order to accomplish this coverage, two addi-
tional manufacturing towns had to be considered, namely: 
Winchendon, Mass., to the south, and Peterborough, New 
Hampshire, to the northeast. These towns contained numerous 
manufacturing concerns, all of whom were desirous cf being 
included in the Survey. The "Servo" Company was willing 
to consider all of the interested companies but realized 
that to do so, would involve an excessive number of com-
panies, and that such a coverage would be beyond the 
capacity of one individual's supervision. In order to 
limit the number of participants, representative companies 
had to be selected from each town• The individual com-
panies selected to participate were those most represen-
tative of the predominant industrial trades. This selec-
tion resulted in five additional companies from these two 
towns participating in the Survey. 
Winehendon and Peterborough, together with the 
"pilot" town, provided nine companies which composed the 
"hub" of the Survey. This group fulfilled the "area" 
qualification, as applicable to the Labor-Management con-
tract of the "Servo" Company. In spite of the fact that 
this arrangement met contractual requirements, the "Servo" 
Company believed that it should go one step further so 
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that the Rural Area Wage <lurvey would be or maximum value 
to all the participants. It realized that no one area can 
isolate itself from its neighbors, and that what happens 
beyond its borders can seriously affect its internal opera-
tions. In order to obtain information relative to wage 
practices and procedures effective 1n outlying industrial 
centers, two nearby areas - one to the west and east, the 
other to the south - were included in the Survey. There 
were five towns with twelve representative companies 
selected to participate. 
This arrangement resulted 1n the Rural Area Wage 
survey being divided into three parts, each representing a 
specific geographical area: 
Part 1 - The "hub" of the Survey consisted of 
Jaffrey and Peterborough, N.H., and 
Winchendon, Mass., with nine companies 
participating• 
Part 2 - The "western" area consisted of Keene 
end Winchester, N.H. -the "eastern," 
ot l'iilton, N.H. - with eight companies 
from the "western" and "eastern" seo-
ticns participating• 
Part J - The "southern" area consisted or Gardner 
and Fitchburg, Mass., with tour com-
panies participating• 
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By dividing the Area Survey into three geogra-
phical sections, each was able to evaluate and make com-
parative analyses of changes in its own area, as well as 
in the area as a whole. Each participant was also enabled 
to evaluate factors which directly or indirectly affected 
its individual status. 
Lesend 
Blue - ~ub" ot the Area: Jaffrey, N•H• (pilot 
town), Peterborough, N.H., and Winchendon, 
Mass. 
(9 companies) 
, Green -"Labor Market" - including "Hub" ot 
A:rea (blue) 
Brown -"OutlYing Areas•: 
western - Keene and Winchester, N.H. 
eastern - Wilton, N.H. (8 companies) 
southern • Gardner and Fitchburg, Mass. 
(4 companies) 
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SELECTION Oll' JOBS TO BE SURVEYED 
In the "Pilot" Survey twenty-one Job classifica-
tions had been selected and utilized for a comparative wage 
analysis. Some of these classifications were common to 
only a few. In order to minimize the computations and to 
provide a more selective group ot Job classifications that 
were most collllliOn to the majority of the companies, the 
classifications were reanalyzed, reduced in number, and 
divided into two groupings. This reorganization resulted 
in a total of tourteen job classifications being used 
rather than the more complex selection of twenty-one. 
The first group, "Service Jobs," consisted ot 
7 classifications and included the following: Carpenter, 
electrician, watchman, Janitor, machinist A, machinist B, 
and painter. These were non-productive, and service, 
Job classifications. 
The second group, "Production Jobs," consisted 
of 7 classifications representative of the productive 
operations necessary in a manufacturing process, and in• 
cluded: Hand packer, hand trucker, inspector, labor light, 
labor heavy, machine feeder, and shipping helpo 
These two major job groupings have proven to be 
most representative of the companies in the Survey. The 
"Service Jobs" are applicable in over 73~ of the oompanie&J 
the "Production Jobs," in over 75~ of the companies• 
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JOB COMPARABILITY 
In selecting the jobs to be surveyed, the "Servo" 
Company was obligated by its Labor-Management contract to 
comply with the final words ot the Article "Wage Policy," 
which were "for comparable work•" The selection of the 
fourteen representative "Service" and "Production" job 
classifications was made in accordance with the require-
ments of this Article in that the jobs were as near com-
parable as possible. 
This metter of comparability is very complex• 
The opinion of one company of what is comparable may differ 
from that of another company. In order to provide a common 
denominator to determine the comparability of the fourteen 
selected job classifications, it was deemed necessary that 
one individual evaluate each of the fourteen jobs as per-
formed in each of the twenty-one participating companies. 
In order to do this, the Personnel Director of the "Servo" 
Company found it advisable for himself to visit each of 
the companies concerned. At each plant he submitted the 
basic list of fourteen job classification titles and 
descriptions to the Personnel Manager and requested that 
he (the "Servo" Persoonnel Director) be provided with copies 
of the participating company's Job titles and descriptions 
which the company believed to be comparable. 
After making a comparative analysis of the 
participating company's job classifications with the basic 
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olassifications, the Personnel Director of the "Servo" 
Company revisited the plant and inspected the job perfor-
mance of those employees classified under each of the job 
titles determined to be comparable. 
This inspection required study and visual analysis 
or 294 job classifications and involved innumerable plant 
visits over a period of six months. To those companies who 
participate in the Rural Area Wage and Benefit Survey, this 
procedure was the major factor which has justified their 
cooperation and continued membershiP• 
The following examples are illustrative of the 
comparability of the job classifications. The classifi-
cation "Electrician," representative of the "Service 
Jobs," refers to en electrician in the maintenance depart-
ment of any company. His duties and responsibilities are 
reasonably identical regardless of what company he may be 
working for. If he were to change employers, there would 
be no problem of job training or retraining - it would 
merely be a matter of reorientation to different environ-
ment. The tools of his trade and the application of his 
skill would not change. 
The "Production" job classification "Inspector" 
exemplifies the comparability of the jobs in this group• 
ing. An Inspector may be employed by a textile mill to 
inspect cloth for imperfections, color variations, and 
texture. Were he to transfer to another company that 
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manufactures tacks, his inspection duties would be to 
identify imperfections like varying lengths, out-of-round 
heads, jams, bent points, etc. Although the products 
inspected may differ and the employer change, the ability 
to judge quality, to determine defects, to evaluate variances 
from a standard is basic to the job of inspection, and re-
quires little, it any, additional training, responsibility, 
or physical ability or capacity. 
RATES AND AVERAGES 
Each company that participated in the Rural Area 
Wage Survey received a questionnaire on which were listed 
the fourteen J'ob Titles heretofore enumerated. The com-
pany was requested to enter opposite each Job Title, the 
job rate paid by the company. When any company paid a 
range of rates for a job, the average of all the rates 
paid within the range was entered in lieu of the single 
job rate. In order to indicate that such a rate was an 
average and not a single job rate, an asterisk was placed 
to the right of the rate figure. 
OTHER WAGE DETEill£0NATIONS 
Many ot the participants in the Survey requested 
that the Survey not only include specific job rates, but 
also information relative to the hiring rate, minimum 
rate, average straight-time rate, average gross earnings, 
etc. This information is now an integral part of the 
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present Rural Area Wage and Benefit Survey. An additional 
breakdown of wages provided information showing the wage 
differentials paid relative to the sex of the employee. 
Some industries, such as textile, had a predominance of 
female employees, while on the other hand the metal fabri• 
cating industries had a predominance of male employees. 
These and other recommendations made by the participants, 
have enabled the "Servo" Company to establish a Rural 
Area Wage and Benefit Survey which provides rate and wage 
information tailored to meet the interests and require-
ments of the majority of the participants. 
FRINGE BENEFITS 
Prior to World War II, wages were generally con-
sidered to be only money or cash paid to employees for 
services rendered. Any items such as life insurance, 
housing, etc., were grants or the employer and a prerog-
ative or management. Since that time, developments in 
Labor-Management relations have sharply altered conven-
tional wage structures and components. Today, in order 
tor a Wage Survey to be considered as adequate, to be 
acceptable as a basis for making wage readjustments in 
line with sound and r<lalistio pay policies, or as a cri• 
teria in evaluating the comparability of a company's wage 
levels with those of otiler companies, it must include 
information concerning Fringe Benefits. 
Other major factors that contribute to the inclu-
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sion or Fringe Benefit information in wage studies are the 
decisions that are being banded down by the National Labor 
Relations Board which have classified more and more Fringe 
Benefits as elements of wages. Benefits such as group 
insurance, pensions, hospitalization, supplemental unem-
ployment compensation, paid holidays, etc., have been de• 
clared an element of wages, and as such, are open to nego-
tiation by labor organizations. They may no longer be 
given or taken away by virtue of management prerogati.ve, 
but must be negotiated when employees have Union represen-
tation• 
Many of the present participants ln the Survey 
grant other so-called fringe benefits to thei.r employe<'~S• 
Many are rights and privileges such as coffee breaks, 
wash-up time, lunch periods, recreation, Christmas parties, 
sports, social activities, etc., which although techni-
cally are not fringe benefits, they are an expense to the 
employer and comprise a major part of the cost of labor. 
Today, employers are required by Federal Law to 
provide various types of social insurance for the benefit 
ot their employees, and also, to contribute to the expense 
of such insurance• This includes such items as Unemploy-
ment Insurance, the employer contributing 100~ of the cost; 
Workmen's Compensation, the employer contributing lOO% 
of the cost; and Social Security, the employer contributing 
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50% ot the cost. These are labor cost items and are a 
part or the total labor burden. In order for the employer 
to compile his "cost of labor" burden, it is necessary for 
him to recognize this fact and to include these cost ele-
ments. 
The section of the present Area Wage and Benefit 
Survey whioh is devoted to Fringe and Allied Benefits pro-
vides an opportunity for the employer to enumerate and 
evaluate fringe benefit factors which are a part of his 
labor cost, or burden. In many instances this is the first 
time that the employer has ever done this. Oftentimes it 
reveals cost information which, heretofore, has been hidden, 
undisclosed, or unrealized. The employer who compiles the 
information required in this section provides the means by 
which he oan make an analysis of the fringe and allied bene• 
fit costs by comparing each factor with that of another 
company, by comparing the total oost of all the benefits, 
company by company, or survey period by survey period. 
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Chapter IV 
AREA WAGE AND BE.NEFIT :JURVEY jU.d.d'fiON1WH.E FvR:~ 
PART I - JOB RATES Al.'ID O'I'H.iili RATES 
Part I ot the Area Wage and Benefit survey 
~uestionnaire is divided into two sections: on the left, 
are the Job Rates listed according to Job Classifications 
or Job 'litles; on the right, are Other Rates (see sample 
torm, page 39)• 
A. Job Rates 
Opposite each Job Classification is entered 
the straight-time hourly rate paid by the 
employer tor each classification• 
B. Other Rates 
l• Hiring Rate 
This is the rate paid to an employee 
at the time he is employed• This rate 
is generally below the minimum rate 
and is so established to compensate 
for a period or training, orientation, 
and adjustment. Where there are both 
male and temale employees, the rate 
by sex is entered in the appropriate 
column• The average of the rates paid 
male and female employees is entered 
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in the "Total Average" column. 
2• .Mininmm Rate 
This is the basic rate paid employees 
after they have completed a proba-
tionary or trial period or employment. 
In most oases this period is from 
thirty to ninety days. It has been 
recommended by the participants in 
this Survey that the trial period be 
calculated on a number-of-days-worked 
basis rather than on a calendar-day 
basis• The entry for this rate is made 
in the same manner as for the Hiring 
Rate. 
3• Averase Straight-Time-Hourly Rate 
This rate is as the name implies, and 
excludes overtime, shift premium, in-
centives, piece rate, bonuses, etc. 
4.• Average Gross Hourly Rate 
This rate is the total gross wages 
earned and includes the straight-time 
hourly rate, overtime, shift premium, 
incentives, piece rate, bonuses, etc. 
5• Average Man Hours Worked per Week 
This is not a wage or cost figure but 
an indication ot the current man-hour 
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production level ot the company. It 
has been incorporated in this Survey 
tor the purpose ot denoting whether 
or not the average gross earnings are 
excessive due to extensive overtime 
hours. 
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PQT II .. FRDIGE BENEFI'l'S 
This part of the Area Wage and Benefit 8\U'Tey 
~uestionnaire is concerned with ~inge Benefits, Rights 
and Privileges, and Social Insurance (see sample form, 
page lt2). 
Column A • 'fhe employer indicates in this column, by using 
o~ of the following notations, whether or not the benet1 t 
listed on the lett 1a applicable: 
l• It the company makes no contribution and 1t 
the benefit is not available to the employees, 
the word wNone" is entered. 
2• If the benefit is available to the employees 
and the employee pays all the cost, the word 
"Employee" is entered• 
)• It the benefit is available and any part of 
the cost is paid by the employer, the com-
pany enters his cost expressed as cents per 
hour, per employee • 
'fhis method of indicating the company cost per 
benefit provides a common denominator by which one company 
may readily compare his cost with that of any other parti-
cipant .. 
Column B • The employer enters here the percentage of the 
total coat of the benefit as paid by him• By comparing 
the information provided in this column with previous 
Survey Analysis reports there can be ascertained 
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whether or not the trend of the percentage or employer con-
tributions is increasing or decreasing. 
Column C • In this section are described the major elements 
of the benefit, the dollar value, and the duration of the 
benefit. A pension plan, for example, may be in effect in 
several of the participating companies. Each of these com• 
panies may be paying approximately the same cost per hour, 
per employee. One plan may be company financed and another 
underwritten by an insurance company. One plan may be 
payable to the employee only, and for life; another may 
have a ten-year certain clause; and still another may be 
joint-and-survivorship. These variances are of interest 
to the participants and can be readily noted by this method 
of presentation. 
Total • This figure is the total cost of all the Fringe 
Benefits paid by the employer and is expressed as cents 
per hour, per amployeeo It is this figure, plus the 
straight-time hourly rate, or ~he ~ross hourly rate, that 
denotes the labor burden of the employer. 
f',1'I II 
-
FRli~GE Bt=' ~~\ r'I'l'S I'/\ID Rv COi'~PAI'.JY FOR F 'CTOHY ~JORK~RS 
Company cost of Ben"'fits based on averaye number of straight-time hours 
worked within the last yr.ar, i.e., 40 st.-time hrse per wk. for 50 wks. per 
yro (excludin;. 2 wks. vacation} equals - 2000 st.-time hrs. per hr. 
If a Pension costs ~.5.00 per. month ' per worker (~60.00 per yro) the cost for 
the Pension per st.-time hrs. wor~~d is • $60o00 divided by 2000, eoualing 
";;,:0.03 per Hr." 
r'RI~GE BF.NEF'IT 
Blue Cross Hospo or Insuro 
Blue Shield Medical or Ins. 
Blue Shield Surrical or Ins 
Sick .& Accido Compensation 
Life Insurance 
Acci 0o Dea~h & Dismembero 
Paid Holidays 
~ 
Bonus 8 Incen., Profit Shari 
Paid Vacations 
Pension Plan 
Lost Time (W·ash-up, Re.st, Port 
Unemployment Insurance 
Social Security 
Workmen's Compensation 
Social Activities 
Other Ben~fits (List) 
TOTAL - - "" -
{A) (B) (C) 
Co. Cost As % Total 
Cents-Per Hr. Cost By Benefits Payable 
Per Employee Employer Period Covered. 
0 
ng 
al) 
w ____ _ 
(A) If no Company cost. state "NONE" .. If total cost r,aid by employee state 
"EKPLOYEE". (C) If Benefit Payable has a Dollar Value so st&t0 - i.e., Sickness 
Compensation is at .:?30.00 wko, enter "~JOoOO wk.'' 
If Benefit Payable covers a time period so state - i.e., Sickness 
Compensation is for 13 wks<> enter "13 wks l'. 
i.e. ,Sickness Compensation - Column C - enter ",1 )0.00 wk.-13 wks.·' 
(C) Asterisk(*) under column (C) any additions sine~ previous surveyo 
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l.A.R'& n; "'l;F.A;:QTORY STRAIGHT-TIME COST PER HOUR 
!his is a consolidation of the information that 
has been compiled in Parts I and II (see sample fora, 
page q.q.). 
S..Uons A. B. and 0 
'!'he addition of A • "Stra1ght•T1me Hourl7 .Rate" • 
and 1 - "Total Hourl7 Cost of J'rinE:e Benefits" - results 
in i • "Total J'actory Cost tor Straight-Time Hours Worked•" 
Sections D and E 
These sections are incorporated in the SUrvey to 
provide tntormation indicative ot changes in operating ca• 
paoity and personnel in each of the participating companies. 
AQy operational variations caused by industrial expansion 
or contraction, or attected by inflation or deflation, pros• 
perity or recession, can be DOted by observing the fluctua-
tions appearing in these sections • These can be determined 
by making a comparative analysis ot current and previous 
Survey Report11o 
Section J' 
This section provides statistical intormation 
relative to the tote! number of employees in each parti• 
oipating company who are covered by the Survey. 
Section G 
This section indicates which companies operate 
under a Labor~agement agreement, their Union attilia• 
tiona, and the dates their Labor contracts expire• 
L t1' ru. 
ComJ?UtPd Factory ~t~J1?ht-TimP Cost Per Hour Per Employee 
A-Current St.-Time Hr ly Rate Paid for 
Nale and li'emale ',vorkrrs Combined - - - · - - - - $. ____ _per hr. 
(From Pert 1, G-3, Page 1) 
8- Total Hrly Cost of Frinpe Benefits - - - - - - -(From Part II-A 3 PagP 2) 
~-_____ per hr, 
c ... Total F<Jctory Cost Per St.-Time Hr. Worke d - "" - .; ____ _..per hr. 
D-Estimated Current Operating Capacity As A 
'fo, Of. Total Gapacit~y at Maximum Operation - ... ... 
E-Es t imated Current Personnel Strenrth As A 
~o Cf Total Personnel at Maximum Operat ing 
Capacity ~ ~ ~ ~ ~ ~ - ~ ~ - - - ~ - ~ ~ - ~ • ~ 
F~To~al Overall Personnel - - - - - - -
O=Union Contract Date & Union Affiliate _ _ _. ..,. .. 
------~~~~ 
% ----~current 
----------------
From--= ~-------------------Coo 
By ___ ··------~-----------------
Title _ _ • __ 
Please complete and return to J. B. El rid 
Tel .. KEystone 2-8332 for assistance., rlctai 
a.1a l ysis of Su -mary he port co 
vne copy by APR 1 4 1956 
~e~ ond copy for ia~ • 
Cl!apter V 
WAll! Sl§9TION 
The Rural Area Wage and Benefit Surve:r Anal;rais 
differs trom the original "Pilot" Summar;r Anal;rsis in that 
the "Pilot" Smnmer;r Anal;rsis involved only five companies 
and all were located in one town, while the Survey Analysis 
enoompasses twenty-one companies in eight towns • 
It is the consensus ot opinion ot the participants 
that the Job Rate figures should be reported as the Average 
ot the Rates paid b;r those companies located within each 
geographical grouping, rather than as twent:r•one individual 
rates. The major reason tor the grouping of the job classi-
fication rates is that it respeots the confidential aspect 
as related to "what rate does whioh company pay." It the 
Survey Analysis were to provide the individual job rates, 
as paid by each of the twenty-one participating companies, 
it would be within the realm ot possibility to identity 
specific rates with specific companies. This would tend 
to discourage participation in the Survey by conpanies 
who are in a competitive field. It could also discourage 
participation by those companies whose pay levels are in 
either the lowest or highest brackets. The purpose of 
*see sample form, page 49• 
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the Survey is not to select average-pay companies but to 
cover representative companies ot an area regardless ot 
their pay level• and by such means, to obtain a true 
average rate paid in that area in which e.mployees will 
seek employment• 
The Wage section ot the Survey Analysis is 
divided into five columna. The left-hand column lists 
perpendicularly the Job Titles and Rate Classifications. 
The next three columns represent the three major geogra• 
phical groupings ot participating companies. The first 
group includes the "Servo" Company and ia composed of nine 
companies that form the "hub" of the Survey. This group 
is the one 1n which the "Servo" Company is moat interested 
and which composes the "area" from which it draws ita help. 
The second group consists ot eight companies which geo• 
graphically are to the west and east of the "hub," while 
1;he third group consists of four companies which are to 
the south. The column on the right represents the aver• 
ages of the rates paid by the twenty-one companies aa a 
whole• In each of these columna, opposite the Job Title 
or Rate Classification, is entered the average ot the 
rates paid by those companies in that group. In paren• 
thesis, to the lett of the rate, is a figure designating 
the number of companies in that group to whom the Job 
Title is applicable and who emploT personnel in that 
classification. 
&JWI't SIO'iiOH 
The Benefit section of the Analysis liats in the 
lett•band column the titles ot the Fringe Benefits, Rights 
and Pr1Tileges, and Social Insuranoe • In addition, there 
are listed items of information, taken from the Question• 
naire, that are ot most interest and value to the parti• 
cipants. This extra information includes Date ot Last 
Wage Increase, Amount of Wage Increase, Total Number of 
Personnel, Union .A:tfiliate and Union Contract Date. To 
the right of the Fringe Benefit column are twenty-one 
columns, one tor eaoh participating company. (The sample 
form on page 49 does not ahow these 21 oolUlll.D.S whioh are 
uaed in the Area Survey Analyeil'l) • Each ot these columns 
bears a oode number which identities the inf~~r~tion 
therein with one of the participating companies. This 
ooding &Tatem maintains the confidential aspect of the 
surve7 by permitting each OfiNilP8JIT to provide information 
whioh it would not otherwise feel free to divulge• 
1noludea: 
The lntormation contained in these columns 
l• A decimal figure, indicating the company 
ooat tor the Fringe Benefit expressed as 
oents per hour, per employee. 
2 • A percentage tlgure, indicating the per 
oent of the total oost of the Benefit 
paid by the employer. 
-z.a-
3· A verbal explanation, illustrating the 
duration, value, and extent of the benefit• 
In the Benefit section, the company cost for each 
Fringe Benefit as well as the total company cost for all 
benefits is tabulated for each participant. Fringe Bene-
tits are not ~fixed" as are Job Rates, but vary in kind 
and 1n coverage as well as 1n the amount the compan7 con-
tributes toward each Benefit• The only common Benefit 
factor which could be grouped in an area pattern is the 
element of cost, which, although important, is not the 
major factor of interest to the participants. The infor-
mation of greatest interest concerns the types ot Benefits 
available in the area and the degree of coverage provided 
by the Benefit• Company contributions tor Fringe Benefits 
average approximately SO% ot the coat but the extent of 
coverage varies. By tabulating Fringe Benefits, company 
by company, and explaining the extent and duration of 
coverage ot each benefit, participants ean make compara• 
tive analyses of the trends in benefit coverage, and 
evaluate their positions relative to the current or pre• 
ceding reports on Benefit participation. 
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!he use ot wage sur.ey statistics by business and 
indust17 is not exaotl)' new. Information provided by an 
~ea Wage and Benefit Survey can save time, strengthen con-
fidence • and support management deoisions. It points the 
way. It can never be a substitute tor good judgment and 
responsibility. It is an aid to an over-all evaluation of 
the situation. Surveys are useful tools, but they require 
intelligent application and interpretation. They must be 
associated with, and compensated by, other related indica-
tors• Nevertheless, no sur.ey, regardless or its pattern 
ot application to management decisions, can replace common 
'fhe Area Wage and Benefit Survey Analysis used 
in this study enables a company to compare the rate it 
pays for any one of the lob Classifications· with the aver-
age of the rates paid by all the participants in its own 
area, in either of the fringe areas, or in the area 
(twenty-one companies) e.s a whole. !he company can deter-
mine 1t it is paying comparable pay for comparable work 
as performed in any one or all of the areas • By com-
paring the current Analysis material with that of pre-
vious Analysis reports, a company can evaluate whether or 
not it is progressing, holding ita own, or falling 
behind in the same ratio as changea occur in the area. 
7o:r example, a company may be payiug a total cost for 
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Benefits which 1s comparable to the area, but a review ot 
past reports may indicate a consistent increase 1n the 
number ot holidays paid tor by all participants, culm1nat• 
iog in a current average ot six paid holidays. It the com-
pany is now payiog tor only three holidays 1 by failure to 
recognize the area trend, and has to the converse over-
extended its contribution toward some other Benefit Which 
has not increased throughout the area, then the company is 
out ot line in two directions and leaves itself open to 
dissatisfaction and possible litigation on the part ot its 
employees. 
The "Servo" Company in order to uphold its Wage 
Policy, to continue to attirm an average position, and to 
be able to recognize internal inequities in its wage struc• 
ture, has put into effect a Job Eva1uation Program. This 
has resulted in increasing the comparability of the Com• 
pany•s interna1 job rates• 
Since the inception ot the Rura1 Area Wage and 
Benefit Survey many other participants have inaugurated 
lob Evaluation Programs, thereby enhancing, many fold, the 
value of the information made available to them by the 
Survey• 
Chg.pter n 
:pncT OF SURVII DATA OH MANAGEJ4ENT POLICIES 
IHEQUITIES AND GRIEV ANC:IS 
An Area Wage and Benefit Survey 1a not a panacea 
tor Industrial Relation and Industrial Management problema. 
It does encompass factors which maT etteot or influence a 
comP&nT'• basic Pllf policies. It is a helpful ad3unot to 
the administration and operation ot a sound and economic 
wage program. It provides a "yardstick" tor systematic 
comparative analyses ot the wages paid 1n the area• 
Area Wage and Benefit Survey information, in 
conJunction with a sound Job .ll:valuation Program, can mini• 
mize grievances on the part of the employees relative to 
wage inequities, claims ot d1scr1m1natory practices and 
non-competitive labor rates• Both Labor and Management 
have grown to realize the validity ot the findings ot an 
Area Survey and to accept the system as one which can 
reduce to a minimum the problem ot wage inequities. 
The industrial employee Of today is well informed 
concerning wages paid to other employees,with similar job 
olass1tioat1ona, who work at other oomparable jobs in the 
area. Publications such as "Business Week," •steel," 
"The Iron Age," "U.s. News and World Reports," together 
With the statistioal surveys of the United States Depart• 
mant ot Labo~. provide considerable 1Dtormation relati~e 
to wage trends, a~erage hours worked and earning. This 
reading material is available to nqmerous workers and read 
by them.t In many instances, Labor Organizations me.ke 
nailable to their members wage data pertinent to their 
trades. 
An employer who is not well intormed and who 
fails to familiarize himseli' with wage and benefit infor-
mation concerning employers with whom he competes in the 
labor market, has no defense or means of substantiatin& his 
wage rates and policies when they are out ot l1net• B1s 
employees, more often than not, recognize this situation 
and can utilize this weakness by increasing their wage 
demands and claims of discrimination on matters subject to 
grievance procedures. 
WBOR jl'WINOVER 
One of the major causes tor excessive cost ot 
labor, which in many instances is unnecessary and is in 
general controllable, is a high rate of labor turno~er. 
A predominant factor which contributes to excessive labor 
turnover is the failure of management to provide comparable 
pay for comparable work. J'inancial inability to pay, on 
the part of a company, is excusable; but failure to recog• 
nize the taot that the oompa.DJ'' s wages are not comparable 
111 inexouaable• 
Peraollilel often seek employment elsewheH, nen 
thoUgh other employment factors are satisfactory, if the 
wage soale, tor their classification, is below that paid 
by outa14e employers. 'l'b.ey otten leave their 3obs without 
designating the reason as ._ages," and frequently give some 
other exeuse for their action espeoially if they realize 
that the company has no firm or comparable wage polloy and 
has no method for correcting the situation. 
Prior to the establishment ot an Area Wage anci 
Benefit Survey the "Servo" Comp&DT experienced this oondi• 
tion• Employees from the organization were resigning to 
take 3obs elsewhere. This same situation was taking place 
in other concerns in the area. One company was being 
"played off" against another beeause ot ditterenoes in wage 
rates, and a general "round robin" resulted. Everone 
suffered• The company experienced excessive turnover of 
help, excessive strain on training facilities, and reduced 
quality and volume of production. The employee found him• 
salt lacking seniority status with any employer, established 
a record of instability, and suffered considerable loss ot 
income between periods of employment• 
!WJAGEl§N'f PBESTIGB 
Subsequent to putting into practice an equitable 
wage policy, based on the tindhgs of the Area Survey, the 
.. ,, .. 
reputation ot the "Servo• Companr as a "good p~ace to work" 
became firmly estab~iahed• Operating Management representa-
tives from the foreman to the General Manager experienced a 
reduction in time spent on grievances re~ative to wage mat• 
tars, in orientation and training through reduced labOr 
turnover, and in processing probl81118 concerning waste, scrap, 
inettioiency, customer comp~aints, etc. These reductions 
permitted more time to be devoted along such lines as im• 
proving working conditions, processing procedures and 
methods; better supervising; and increasing employee morale 
through closer fo~~ow•up ot their prob~ems and requestsf 
Instead ot experiencing diftic~ty in finding, 
obtaining, or retaining help, the problem became one ot 
whether the Company was able to employ, or to assist to 
ob\ain emplo,ment tor those who were applying for employ-
men'\; and were on our waiting list• By upholding a fair 
wage policy coupad With good industrial and hnmsn rela• 
tiona, the "Servo" Compan.J' has become a leader in the 
community and a model of goOd manageman't• 
*2 
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Chapter VII 
Jli!ELOPMEN'l' 01 INPYS±Rl.AL ASSOCI.I!;TION OF SURVEY MJi!W!iljRS 
IlW!lBTRJAI. MSOCIATION OBGANIZEP 
The participants of the Rural Area Wage and Bene• 
fit Survey being located in southwestern New Hampshire and 
north-central Massachusetts, the rural fringe areas ot 
their respective states, are remote from metropolitan cen• 
ters• Distance and time prohibit their participation in 
the meetings ot their State Manufacturers Association or 
Industrial Association. The same situation is true in 
regard to participating in such organizations as the 
Personnel Men's Association, the National Metal Trades 
Association, The Society for Advancement of Management, 
and many others. 
The best method selected to solve this situation 
was the banding together Of the industries in the area tor 
the purpose of exchanging information pertinent to all con-
cerned• The nucleus tor this type of association was the 
group ot companies who were already exchanging information 
on wages and benefits via participation in the Area survey. 
This resulted in an informal organization, now 
known as the Associated Industries ot Southern New Hampshire, 
who meet semi-annually following the completion of the Area 
Wage and Benefit Survey audit• The meetings are generally 
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held 1n the months of April and October• Attending these 
m.etinga are representatives ot the various companies; 
Executive Personnel such as Presidents, General Managers, 
Plant Managers, Personnel Directors, etc., who have infor-
mation available to them concerning their company policies, 
procedures, as well as its problems. 
Represented at these meetings are the twenty•one 
Area Survey companies and guest companies invited by Sur• 
vey members• Any guest company invited to participate 
must be geographically located within the Area Wage and 
Benefit Survey area. 
The purposes of the Association ere to afford an 
opportunity tor employers 1n the area to become better 
acquainted personally • to provide facilities tor e tree 
exchange of information relative to wages, benefits, per-
sonnel practices and procedures • to enable any member, 
or guest, to present his problema and to receive the bene• 
tit ot suggestions and recommendations of others in atten-
danoet 
mr.ER•PI.ANT EXCJWil.E 07 'l!CmqCAL INFORMATION 
The semi-annual meetings of the Associated 
Industries of Southern New Hampshire provide an oppor-
tW'lity tor fellow members not only to discuss the Area 
Survey Analysis, but also to become better acquainted 
personally with the representatives of other participating 
•~t 
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oompaniea. This personal association is most valuable and 
better enables one to become more at ease and more disposed 
to seek assistance relative to technical and management 
proble1118• Each co.m.plln7 maintains an •open door" policy, 
and plant visits are freely exchanged. This has resulted 
in nwaerous improvements in technical methods and pro• 
cesses being adopted by comparable concerns having com• 
parable jobs• 
Many times one ComP!lDT is unable to locate quali• 
tied applicants to fill skilled or technical jobs. By 
telephoning a fellow member who employs a similar olass ot 
labor, he oan often be provided with the names and addresses 
ot job seekers who are on the other oompany's waiting list. 
At a time of emergency • one member went so tar as to loan 
another member one of his skilled employees in order to 
assist him until he could secure a replacement• 
This mutual assistance program has been utilized 
by the assooiates in such fields as labor relations, taxes, 
production control, engineering, eto. Specialists 1n these 
fields 1n the employ ot member companies have been made 
available to assist others who are not so fortunate as to 
have technical experts 1n their employ. 
It is a great satisfaction to know that when a 
problem arises, any company in the Association Will make 
every effort to assist and will welcome the opportunity 
to serve. 
POYCIES AND PROCEroRES 
In order to maintain full employment in tho area, 
members of the Associated Industries have adopted the poli• 
cy that they will assist each other in every way possible• 
l'or example, 1t a company is faced with tho 
nocossit7 of making a permanent reduction in its labor 
force, a list of the names of the employees to be laid 
off, together with their job classifications, is compiled 
and circulated to all the members. An employer who receives 
this listing and is in need of help in any of the classi-
fied jobs, contacts the company concerned. The company then 
contacts the emplo70e, advises him of the opening and ar• 
ranges an appointment for an interview 1t the emplofOe so 
desires. 
Another policy practiced by the members is that 
they will not hire an applicant tor employment who is cur-
rently employed by one of the members unless the employee 
is willing to work a reasonable notice that is satisfac• 
tory to his employer, barring of course the employer's 
waiver of notice. TO dote, no applicant tor employment 
has refused to work a notice when requested to do so. In 
several oases the applicant while working a notice has 
decided to remain with his employer. This situation has 
resulted because the employee has had time to discuss the 
reason for leaving with the employer and factors which 
had contributed to the employee•s unrest were corrected 
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to the mutual benefit ot both partie&• 
Members of the Associated Industries, benefiting 
trom their association with each other, have increased their 
participation in oomn1nSty and civic attaira. There is a 
greater realization ot the value ot teamwork and the goals 
that can be accomplished through the medium ot cooperation. 
Without it, it would have been impossible tor the develop-
ment of our "Red Feather" type of charity organization, 
our playground development program, or even our Lions Club. 
Employers are trnproving ·their public relations by main• 
taining good employee relations, making as many local pur-
chases as possible, contributing to worthy causes as their 
finances will permit. This creation ot a favorable busi• 
ness climate has resulted in an increase in growth ot in• 
dustry and community, with both prospering together. 
Chapter VIII 
CONCLUSION 
A Rural Area Wage and Benefit Survey can be of 
inestimable value to a company which has "lost touch" with 
the wage pattern in effect in its respective locale, or 
when there has been extensive industrial growth in a com-
munity, or when wage data is necessary to substantiate a 
wage policy. 
In order to inaugurate a wage survey, one must 
recognize that it is not intormation that can be obtained 
by means of a demand request but requires careful planning. 
The company which sponsors the survey, and the individual 
who is responsible for conducting it, must, above all, have 
the respect, trust, and contidence ot those companies who 
are to be considered as participants• Due to the fact that 
many elements of a wage survey are confidential, and that 
payroll records, manufacturing processes, company policies 
and procedures need be made available to the one who con• 
ducts, compiles, and tabulates the survey, companies are 
naturally hesitant to reveal such intormation. 
Oftentimes one must spend months or his time in 
educating, orienting and selling the participating com• 
panies on the value and merit ot an area survey. The 
sponsoring company must recognize that its interest in the 
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results of a survey must coincide with the interests of 
the other companies, and unless the results provide infor-
mation or value to all the parties concerned, the program 
will not be successful• 
An area survey cannot be too limited in scope 
nor should it be so extensive that it is unwieldy• It 
should cover a range of wage and benefit data as pertinent 
to the area, yet extensive enough to be able to be com• 
pared to other types of wage surveys such as those conducted 
by civic, state, and federal bureaus. 
Many survey programs do not receive acceptance by 
companies who are selected to participate because the method 
ot obtaining the information is ao complex and requires so 
much time to compile• The simpler the questionnaire, the 
more readily it is accepted• By the same token, a simpli• 
fied questionnaire is more readily completed and returned 
to the sponsor, which in turn, enables him to compile the 
analysis and distribute the results 1n a more timely manner• 
Many companies appreciate receiving the questionnaire in 
duplicate. This enables the company to retain a copy ot 
the information sent to the sponsor, which copy can be 
referred to in completing future questionnaires• 
The period of time between the mailing of the 
questionnaire and the mailing of the summary analysis should 
not be in excess of one month. This requires close follow-
up by the sponsor relative to the return or the question• 
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naire. It a two-weeks period 1s set as the deadline, then 
there remain two weeks to compile, print and mail the 
summery analysis. This analysis, like the questionnaire, 
should be complete, clear and above all accurate. It should 
be coded so that each participant can identity his own wage 
data, yet the analysis should not reveal the identity of 
any participant. 
An area wage survey program is valuable only if 
it is a program which continues from period to period. TO 
oond110t a survey only once and then not to continue it is 
a waste of time and effort • For a we.ge survey program to 
be of greatest value, it should be conducted on a semi-
annual basis• The longer the program is in effect, the 
greater its value becomes to all concerned. This requires 
periodic review of the elements of the survey by the spon-
sor in order that the program does not become automatic 
or routine• It wst be kept up to date and timely. The 
interest of the participants must be maintained and re-
commendations by participants should be solicited. This 
can be aided to a great degree by means of semi-annual 
meetings of the participants, as is being done in this 
study by the Associated Industries of Southern New Hampshire. 
An Area Wage and Benefit Survey is one means by 
whioh a company oan substantiate a fair and Just wage pro• 
gram. It will improve both labOr and public relations• 
It can be conducted by one individual in one company and 
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with results that benefit the company• ita employees, the 
community. and industry at large. 
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